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ABSTRACT 
It is vital for every organization to know the factors that can possibly affect employee 
performance and work towards applying these factors so that performance is 
enhanced. This study sought to examine the effects of motivation on employee 
performance at Murang‟a University of Technology. It reviewed factors such as 
recognition and reward, the work environment, structure and leadership and training 
and development which were the independent variables of the study and employee 
performance was the dependent variable. The stratified random sampling technique 
was used to come up with fifty employees from Murang‟a University comprised of 
twenty two (22) Academic staff and twenty eight (28) Administrative staff. Thirty 
seven (37) employees responded to the questionnaires. This study applied the use of a 
semi-structured questionnaire to collect the data. The data collected was analyzed 
based on the study objectives and was summarized in percentages and presented 
through tables, graphs and charts. The findings of the study shows that 97.30% of the 
respondents view training and development as an important factor that affects 
employee performance, this was evident when in answer to the question,  what other 
benefits should the institution offer, 35.13% of the respondents indicated training and 
development. 77% of the respondents felt that recognition and reward influence 
employee performance, 70.27% of the respondents indicated that the structure and 
leadership of the institution is a determinant of employee performance while 56.7% of 
the respondents were of the opinion that the work environment is a major contributor 
to work performance. The study concluded that each of the four variables, of the 
study; recognition and reward, work environment, structure and leadership and 
training and development can enhance employee performance at a varied degree. The 
study recommended that Murang‟a University of Technology identify the best way it 
can acknowledge employee performance in order for the staff to feel appreciated and 
to enhance performance. The need for training and development was identified as a 
key factor in employee performance and the study recommended that the university 
train employees in their specific areas of operation. Though the respondents indicated 
that the work environment at the institution is conducive, the study recommended that 
the institution ensures continuous betterment of the work environment in line with the 
modern work conditions in the same industry 
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CHAPTER ONE 
INTRODUCTION 
1.0 Introduction 
 
The chapter gives a background on the subject of the effects of motivation on organizational 
performance. Looking at what is meant by motivation and employee performance for with regard 
to this study. It also gives a background of the organization where the study will be carried out, 
the statement of the problem, research objectives, questions, scope or range within which the 
study is carried out and the justification for carrying out this study at Murang‟a University of 
Technology. 
 
1.1 Background to the study 
 
Employees are the driving force of any organization. Organizations can therefore achieve their 
goals when they put their employees‟ efforts into consideration. Employees can be said to be 
the most vital resource of the organization. The success of any organization in achievement of 
its objectives relies on the level of its employee performance. Employee performance 
comprises of the ability and skills the employee has; their level of training and the available 
facilities or resources such as machinery and equipment required for performance of the task 
and the driving force that causes the employee to act – this driving force is what is termed as 
motivation Kiruja & Mukuru (2013). Employee motivation can therefore not be ignored when 
looking at employee performance. It is one of the strategies required in human resource in 
order to boost work performance in any organization. Essel (2012) indicates that all 
organizations endeavour to find out what they should do so as to achieve high level of 
employee performance, positing that incentives for workers are meant to enable management 
establish how best to achieve the organisation‟s objectives through the performance of its 
workers at a minimal cost in order to maximize on the available resources.  
 
Motivation can be defined as the „push‟ that makes people stay on a particular job and have 
the desire to work hard in that job or the drive towards a specific achievement. The drive 
could either be external or extrinsic factors and internal or intrinsic factors. The extrinsic 
factors can be attributed to the external motivation is given to employees. Though extrinsic 
motivation has a powerful effect; its effects are not long lasting. This can include; incentives 
and rewards. Intrinsic motivation factors include the internal drive, responsibility and the 
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individual‟s freedom to develop skills and to act. They have deeper and longer term effects 
because they are within the individual. Motivation can influence the level of employee interest 
and the input in their work and is essential in maintaining an individual‟s performance.  Zlate 
and Cucui (2014) indicate that motivation in universities is a complex notion whose content 
cannot be accurately detailed because it is not easy to directly observe or measure the actions 
motives of the employees. 
 
For most private sector managers who wish to achieve high levels of employee performance; 
motivation is a key factor. It is pertinent that public entities, such as public universities, 
employ the most effective motivational techniques while bearing in mind how different 
motivational factors affect employees differently. Motivating employees is a key 
responsibility not only in Kenya but also in other countries hence the continued study on how 
this can be achieved. “Although it is not possible directly to motivate others, it is nonetheless 
important to know how to influence what others are motivated to do with the overall aim of 
having employees identify their own welfare with that of the organization” (Mutuku 2014)  
 
Over the years, several researches have been carried out on factors that may contribute to 
employee performance among them are factors such as; recognition and rewards, work 
environment, structure and leadership and training and development of staff.  
 
Employee performance is measured through increased productivity, higher generation of 
revenue, maximized profits and customer satisfaction (Menz, 2012). Shaheen, Naqvi & Khan 
(as cited in Githinji, 2014) sought to establish whether the relationship between training and 
performance of school teachers in Pakistan, while Adesola, Oyeniyi & Adeyemi (2013) also 
sought to find out the relationship that existed between training and the performance of bank 
employees in Nigeria. Both these studies found out that training and leadership styles 
significantly contribute to employee performance. 
 
The relationship that exists between subordinate employees and the type of leadership style in 
regard to performance have been studied. Lumbasi (as cited in Malik 2013) stated that there is 
a relationship between leadership behavior and performance. This was however dependent on 
the leadership style. In comparison between participative, supportive and directive leadership 
behavior; the directive behavior was found to be more effective resulting to better 
performance. This was deemed so because directive leadership guides subordinates by 
clarifying the path to be followed. Similarly, participative leader behavior has shown positive 
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effects in bringing about high performance by employees. This could be attributed to the fact 
that subordinate employees appreciate being included or involved in job planning and setting 
of goals.  
 
In Africa, Mohammed et al (2014), investigate the relationship between leadership styles and 
employees‟ performance in selected business organizations based in Abuja, Nigeria. The 
study was carried out to determine the relationship between leadership style and employee 
performance in the identified organizations. In their findings there was a considerable 
relationship between the styles of leadership and the performance of the employee in these 
organizations. The study indicated that leaders and leadership styles in organizations have an 
effect on the ability of employees to achieve organizational goals, Menz, (2012). It 
recommended that for superior employee performance to be attained, a good reward system 
must be put in place. In conclusion, the researchers implied that leadership can have a 
considerable influence on work output and the growth of the organization.  
 
In Chad, Sougui, Bon and Hassan (2016) carried out a research to find out what impact 
leadership styles have on employees‟ performance in Telecom sector. The purpose of the 
research was to show how leadership styles affect employee performance, particularly in the 
Telecom Engineering companies. The study‟s findings established that there was a significant 
impact of leadership styles on employee performance.  
 
In East Africa, several scholars have centered their case studies for research on established 
commercial institutions in an attempt to bring out the relationship between training and 
employee performance. Githinji (2014). Their study was on how training contributes to 
employee performance; in delivery companies in Dar es Salaam, Tanzania, Jagero, Komba, & 
Mlingi (2012) state that, although on the job training leads to better employee performance; it 
is however not the only reason for good performance but it takes a combination of factors 
such as skills, conducive work environment, motivation, rewards and proper organizational 
management. These circumstances may contribute to performance either directly or indirectly; 
however, on the job training can also significantly enhance performance and should not be 
neglected. High level performance is dependent on staff training.  
 
In Kenya Wachira (as cited in Githinji, 2014) indicated that the Barclays Bank business 
growth are linked to the training and development that the employees receive. She states that 
Barclays Bank has used training and development activities to ensure they have well grounded 
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staff in order to sustain the institution‟s growth agenda. Training and Development has 
resulted in employee professional growth as well as taking on higher responsibilities. Otuko, 
Chege & Douglas (2013) looked at effects of training vis-à-vis employee work performance in 
Mumias Sugar Company Limited. The results of this study showed that training has a 
considerable positive effect on employee performance at Mumias Sugar Company Limited. 
Both the studies revealed that the leadership styles of a manager and training affect the 
employee‟s job performance either negatively or positively.  
 
Nyameino, Manyasi & Musiega (2014), sought to establish HR factors that influence 
productivity in public Universities a case study of non-academic staff in Masinde Muliro 
University of Science at Technology argue that productivity affected negatively when staff is 
not beneficiary of a training programme.  They posit that when there is enough balance and 
employees have adequate control and authority to make most operational decisions 
productivity is maximized. Technology, work tools and equipment can either limit or enhance 
employee performance. Highly trained and motivated employees can also be less productive 
when they are not provided with sufficient work tools and equipment to carry out their work. 
In the present era, technology dominates almost every function; failure to update the available 
technology or offer sufficient training can limit or slow down productivity or performance. 
The success of an organization depends on technical expertise and on the interest of the 
workers. Willingness to work can be enhanced when employees are motivated. Positive 
motivation can enhance performance negative motivation can reduce their level of 
performance. Motivation leads to satisfaction. The term motivation is from a Latin word 
“movere” defined as “to move”. Scientists have categorized motivation as the act of causing 
people to work towards achieving a goal by the function of directing. Motivation can therefore 
be divided into three parts; arousal, direction and maintenance. Arousal involves drive or 
energy behind our actions. Direction has to do with one‟s behaviour choice and the 
maintenance component relates to one‟s willingness to continue putting effort in order to 
achieve a goal. Motivation can also be defined as that drive within a person that causes 
him/her to work towards achievement of satisfaction of psychological human needs such as 
recognition for a job well done, Saeed & Asghar (2012). Motivation can improve the 
performance of employees and may lead to achievement of an organization‟s goals. Thus 
motivation is a feeling that comes from within leading employees to do more work. It is 
therefore necessary to provide a workplace where the employees feel motivated thus perform 
better. Motivation causes interest in an activity. When employees are motivated they tend to 
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show better performance and enhanced productivity compared to those employees who lack 
motivation. Employees as individuals have varied preferences and are therefore motivated 
differently. Employee motivation and satisfaction may increase if the employee gains 
satisfaction for doing a job that is in line with his personality and skill set. A safe and non-
threatening work environment is necessary to maintain a high level of employee motivation. 
A flexible Human Resource policy on working hours, ability to work from home, can lead to 
workers who are more motivated. An organization can keep its employees motivated by 
offering adequate benefits such as salary raises or promotions for exemplary work or based on 
additional academic qualifications, fringe benefits and policies that cater for the welfare of the 
employees are some of the factors to be noted. Unfortunately, motivation is not necessarily a 
result of high morale. For instance, a new worker or trainee can join an institution fully 
motivated to work but does not have the necessary experience for the job. The desire to learn 
will outweigh the weaknesses. A person can have not motivation to give their best in terms of 
performance to an organization but be satisfied with the conditions of employment. As much 
as high morale does not necessarily guarantee motivation but low morale will definitely have 
a negative effect on one‟s performance. The effect of motivation therefore, does not stop with 
one‟s performance. 
 
 
Mutuku (2014) motivation is a useful tool in the hands of a manager to inspire employees and 
create confidence. With motivated employees, employers create “will to work” a factor that is 
required for attainment of an organization‟s goals. When employees are motivated they will 
perform well because they believe that their performance will pay off. 
 
Employee motivation can be a challenge especially in the public sector in Kenya; however 
universities have motivational strategies for their employees. The strategies are not as 
lucrative as those used in private sector but they bear fruit. Among the strategies used by 
Murang‟a University of Technology are; non-monetary rewards such as recognition, letter of 
appreciation, promotion, grade review, monetary token of appreciation, medical and pension 
schemes and car/commuter allowance. These strategies are used not only to attract new 
employees but also to retain employees. Extrinsic motivations are external to the job. They 
consist of things such as wages or salary paid for the job, the working conditions and 
environment, job security, scheme of service or work policy and possibilities of upward 
mobility among others. Intrinsic motivations are rewards related the psychological aspect of 
man. The feeling one gets from achievement or from their ability to perform certain tasks, 
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being appreciated or recognized for performance, a sense of challenge and being treated with 
respect irrespective of one‟s rank or position in the organization are intrinsic motivations.  
 
Employee performance is when a person carries out their job responsibilities well. To perform 
is producing results that surpass expectation by either an individual or an organization. 
Performance can therefore be measured in terms of results or output by an employee. Job 
performance of an employee is based on one‟s individual behavior in carrying out his or her 
duties towards achievement of the organization‟s objectives, therefore, employees‟ 
effectiveness and efficiency aid organizations to achieve their objectives. Saeed and Asghar 
(2012) posit that employee performance depends on factors such as performance appraisals, 
compensation, job security, organization structure among others. Performance is a key multi 
character factor for attainment of outcomes which has major connection with planned 
objectives of the organization Sabir et al (2012). They assert that employee motivation 
increases productivity, citing that the poor living and working conditions of teachers reflects 
in their performance and in the academic achievements of the students. We can therefore say 
that better working conditions can help alleviate this problem within the teaching fraternity. 
This is an indication that motivation directly affects employee performance. Motivation 
therefore has a direct effect on employee performance. Motivated employees exhibit job 
satisfaction and they tend to be more loyal to their employer which results in enhanced 
performance. Loyal employees need minimal supervision because they can be trusted. Such 
employees can often be seen going the extra mile to ensure that they maintain the good 
relationship with their employer. 
 
Job performance is how much an employee puts into their work in terms of skill and the final 
outcome. This means that performance is measurable by the end result based on employees‟ 
skills, efforts, interrelationships and role perceptions. To achieve a high level of proficiency 
skills, tools and conducive work environment must exist. Ackah (2015) states that, individual 
employees‟ goals are not always similar to organizational goals; therefore, managers should 
endeavour to create a balance and ensure that they put in place motivational factors that will 
enhance the employee performance. Human resource is the most valuable capital that any 
organization can have and ensuring that they perform as per the organization‟s expectations, 
they must be motivated to do so. Motivation is important for organizations because it can 
enhance the performance of the human resources. He indicates that employees, who are the 
main assets of an organization, can perform their duties with dedication and loyalty when they 
7 
 
are motivated. Employees are the human capital of the organisation. Murang‟a University of 
Technology assesses performance of its employees through an annual appraisal system. The 
appraisal indicates those employees deserving promotion, training or those that need to 
improve their performance. The annual appraisal is used as a mechanism by which objectives 
are set and feedback provided. It is through the annual appraisal that employers can gauge 
whether or not the set targets or objectives have been met by the employees. Employee 
performance can be influenced by motivation.  
 
Murang‟a University of Technology is among the 33 public universities in Kenya having 
received its charter on 7
th
 October, 2016. It was established in September 2011 via Legal 
Order No.129 of September 2011 as a constituent college of Jomo Kenyatta University of 
Agriculture and Technology. It is the former Murang‟a University College and the successor 
of Murang‟a College of Technology. The first intake of university students reported in 
January 2013. The current employee population is two hundred and sixty two (eighty eight 
academic staff and one hundred and seventy four administrative staff) and a student 
population of two thousand nine hundred and eighty seven. The university offers Degree, 
Diploma, Certificate and craft courses in Engineering and Technology, Computing and 
Information Technology, Business and Economics, Hospitality and Tourism Management and 
Pure and Applied Sciences. The university operates under the provision of the Universities 
Act 2012 CAP 210B of the laws of Kenya.  
  
 
1.2  Statement of the Problem 
 
Intensive research in recent years has focused on the subject of motivation of employees. 
Organizations are becoming increasingly aware that motivation has a direct effect on 
employee performance. They therefore continue to search for ways to continually motivate 
their employees in order to enhance performance. Lack of motivation in an organization can 
lead to poor employee performance, absenteeism, low output, low profits and employee 
turnover which may have a cost implication to the organization and may also lead to loss of 
customers to other competitors. This demands that organizations assess their internal 
processes in order to improve on performance. Ghafoor (2011) stated that motivation of 
employees is the most important practice in any organization while Faraji (2013) posits that 
many organizations especially public organizations especially public organizations have for a 
long time been blamed for having poor staff motivation schemes resulting to poor 
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organizational performance. Murang‟a University of Technology (MUT) being a public 
organization may fall into this category. This study seeks to determine motivational strategies 
that can enhance employee performance with the hope that the MUT management will use the 
findings of the study for purposes of improving performance of their employees and 
improving the quality of education offered by the University 
 
1.3  Objectives  
Determining the effects of motivation; on employee performance at Murang‟a University of 
Technology is the objective of this study. 
 
 
1.3.2  Specific Objectives 
  
i. To determine how recognition and reward influence employee performance.  
ii. To determine whether work environment affects employee performance.  
iii. To identify the influence of leadership on employee performance. 
iv. To determine effects of training and development on performance of employees. 
 
1.4   Research Questions  
 
The study‟s intention was to get answers to the following research questions: 
(a) Does recognition and reward enhance employee performance? 
(b) What effect the work environment has on employee performance? 
(c) How does organizational leadership influence employee performance? 
(d) The extent to which training and development motivates and enhances performance? 
 
1.5 Justification 
 
This study was conducted to try and establish some of the factors that could be used to 
enhance employee performance at Murang‟a University of Technology. The findings of this 
study may be used by the university management consider strategies to enhance 
performance. The findings of this study may help the institution come up with policies on 
recognition and reward, improve the working environment and leadership styles develop a 
training and development policy that will enhance performance of employees. The study 
may also assist other public universities that would wish to determine the best strategies in 
employee motivation in order to improve employee performance. The findings of the study 
will also add to the body of knowledge in this area of employee performance and 
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motivation. The study also contributes to the existing pool of literature and therefore form 
part of reference materials for literature review for future scholars. 
 
 
1.6   Scope  
 
This study was done at Murang‟a University of Technology a public university based in 
Murang‟a County within the period of May to December 2016.at the onset of this study, the 
university had eighty eight academic and one hundred and seventy four administrative staff 
bringing the total number of employees to two hundred and sixty two. The researcher using 
stratified random sampling carried out the study on a total of fifty members of staff (twenty 
two academic and twenty eight administrative staff).  
 
1.7   Chapter Summary  
 
The chapter gives a background on the effects of motivation on performance of employees 
based on the recognition and reward, work environment, organizational leadership and 
training and developments as independent variables and employee performance as the 
dependent variable. It highlighted what is meant by motivation and employee performance 
for purposes of this study. It also provides a background of the organization where the study 
will be carried out, the statement of the problem, the objectives of this study, the scope of 
the study and the justification for carrying out this study at Murang‟a University of 
Technology. 
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CHAPTER TWO 
LITERATURE REVIEW 
 
2.0  Introduction 
 
This chapter discusses literature on previous studies done by other researchers on effects of 
motivation on employee performance. It gives a theoretical literature review of two research 
theories, namely Maslow‟s Hierarchy of Needs Theory and Vroom‟s Expectancy Theory. 
The empirical literature review indicates what has been done by other researchers including 
the methodologies used to collect data and the research gaps. 
 
2.1  Theoretical Literature Review 
 
This research will be based on Maslow‟s hierarchy of needs theory and Victor Vroom‟s 
Expectancy theory. These theories are represented in the subsections that follow. 
 
2.2.1 Maslow’s Hierarchy of Needs Theory 
 
Maslow‟s Hierarchy of needs is one of the most referenced motivation theories. This theory 
implies that individuals‟ desire for more is calculated on the basis of on what they already 
have. He believed that motivation comes from individual human desires to satisfy their 
needs. Maslow classified these needs into five different levels stating that it is only after a 
lower level need, in his hierarchy of needs, has been met; that‟s when one desires or 
demands for the need in the next level. The levels are Physiological needs, Safety, 
Love/Belonging, Esteem and Self-actualization. Physiological needs include basic needs 
such as food, shelter, clothing and water. The safety or security needs include; one feeling 
secure in society and at the place of work. Work place security could include savings for old 
age (pension), health insurance and workman compensation. The third level, love and 
belonging involves, being appreciated and respected, having positive relationships or 
friendships both at work and at home. Once this need has been met, one‟s desire for the 
esteem needs arises, that is; being unique, be esteemed by others and have self-respect. 
Evaluating oneself highly and evaluating oneself highly based on personal achievement is 
the desirable, without which one may feel inferior or unworthy. The highest level of 
Maslow‟s needs is self-actualization. This need is basically satisfaction at the previous 
levels and the desire for self-fulfillment in one‟s potential.   The lowest level is 
physiological needs. Before these needs which include food, water, shelter and clothing are 
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fulfilled a person does not have any other needs. When people do not feel hunger, thirst or 
cold they desire the next level of needs. This is the level of the need for security. The 
individual desires security for self and family. They have a need to be protected from 
violence, to be ensured of job security, to have personal savings, pension and health 
insurance where possible. Once this is achieved, they move to a level where they want to 
love and be loved, they desire to have a sense of belonging, to be shown that they matter in 
the family, society and at work. Their desires do not end here, there is a level of wanting to 
be unique and to be esteemed by others by being respected and appreciated for their 
achievements. When individuals‟ esteem needs are not met; there is low self esteem, feeling 
of inferiority and lack of motivation for performance. According to Maslow, the apex of 
human needs is the need for self-actualization. At this level, all the other needs have been 
met and the only thing left is getting self fulfillment and becoming actualized in their 
potentials. The theory is centred on the fact that desire for a need at the next level is 
activated by the previous need being fulfilled, meaning that our needs are based on specific 
stages Managers should therefore create a conducive work environment in a bid to enhance 
performance which may also bring about the right behavior from employees in the 
organization.  Muogbo (as cited in Alalade, S. Y., & Oguntodu, J. A. 2015, p2). 
 
2.2.2 Victor Vroom’s Expectancy theory 
 
Vroom's theory indicates that employee effort leads to performance which in turn leads to 
rewards Vroom (1964). Rewards in most cases are used to raise the motivation of 
employees and lack of it can de-motivate employees. According to Vroom‟s Expectancy 
theory  peoples actions are based on their expectation. If a person expects to get a reward for 
an action then he/she will put in their best but if there is no likelihood of a reward then a 
shoddy job will suffice. It posits that, for an employee to achieve a particular goal, he must 
behave in a specific way. The employee must therefore consider several ways in which the 
goal can be achieved then chose the best behaviour to achieve the goal. According to 
Vroom, employee motivation can be enhanced by boosting their level of expectancy through 
communication and provision of rewards that commensurate the achievement. The 
relationship between an organization‟s goals and the employee‟s performance is clarified in 
Vroom‟s theory. It also recognizes the differences between employees in producing work 
motivation with emphasis that it is the responsibility of a manager to provide a good work 
environment in order to achieve better performance from the employee. “In a nutshell; 
Vroom believed that people are motivated based on the level of their desire to a achieve 
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something, their expectancy of achieving it, how likely it is that their actions will cause 
them to get it, and how much others in similar circumstances have received” (Ott et al., 
2007).  
 
2.2  Empirical Literature Review 
 
2.2.1 Reward and Employee Performance 
  
Karanja (2012) carried out a study on how reward systems impact employee performance in 
Cooperative bank headquarter in Nairobi, Kenya adopted the explanatory research design 
and data was collected by use of primary and secondary methods, in the primary data 
collection interviews were conducted alongside questionnaires. Finn & Jacobson (2008) 
state that; the use of interviews in data collection is not only time consuming but may appear 
intrusive to the respondent. Karanja‟s use of interviews to collect data may have appeared 
intrusive and time consuming unlike this study which used only questionnaires to collect its 
data. 
 
Rasowo (2011) in the study; effects of reward systems on employee performance conducted 
at Kenya Pipeline company, Kisumu, the researcher had the following findings; that there 
was low performance because employees were poorly remunerated and that managers never 
appreciated or gave feedback to their employees on their performance. This implied that the 
employees were demoralized and did not have shared goals and objectives as their efforts 
were not recognized. A structured closed ended questionnaire was the main tool for 
collecting data through stratified random sampling method. The questionnaire was 
administered to respondents to fill in their offices or places of work while the researcher 
waited. “This helped to test attitudes, knowledge and other relevant information possessed 
by the respondents”. Although Rasowo also used stratified random sampling to select the 
respondents however when the questionnaires were administered, Rasowo waited while the 
respondents filled them. In this study, the researcher did not wait while the questionnaires 
were being filled in but she allowed the respondents to fill in the questionnaires during their 
free time and return them within two weeks, thus giving enough time for filling of 
questionnaires by the respondents.  
 
Faraji (2013) conducted a study on the role of motivation on employees‟ work performance in 
public organization in National Development Corporation. In her conclusion she states that there 
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indeed is a positive correlation between rewards and employee productivity depending on the 
tools of motivation used. Faraji however did not specify the kind of rewards that may enhance 
employee performance while this study indicated the rewards such as letter of appreciation 
would motivate employees and hence improve performance. The researcher employed various 
methods of data collection. The primary data was collected through observation, interviews and 
focus group discussion using checklist. The use of focus groups apart from not providing valid 
information at the individual level; the discussion can be dominated or sidetracked by some 
members of the group thus not achieving its objective effectively. 
 
Sajuyigb, Olaoye & Adeyem (2013) carried out a study on how rewards employee 
performance in the manufacturing industry in Ibadan, Oyo State Nigeria. They used a 
structured questionnaire for data collection from 100 respondents. They came up with the 
conclusion that rewards have a considerable positive effect on the performance of 
employees. Using closed-ended questions though easy and quick to answer and analyze  
may be limiting to the respondents.  
 
Njanja, Maina, Kibet & Kageni (2013) did a study at Kenya Power and Lighting Company 
(KPLC), Nakuru to find out how rewards can influence employee performance. They 
analyzed the relationship between rewards and employee performance. The study was 
carried out using all the 84 employees of KPLC Nakuru main office; including members of 
management. They designed questionnaires for management employees at the company 
with a view of achieving in depth information for the study. The gap in this study is that it 
did not give separate findings for management but came up with a conclusion that cash 
bonuses have little effect on performance. From heir study, employees who had receive cash 
bonuses did not significantly show better performance than those employees who had not 
received bonuses. The views of management are often contrary to those who are not in 
management. 
 
2.2.2 Work Environment and Employee performance 
 
Parveen, Sohail, Naeem, Azhar and Khan (2012) sought to investigate how office facilities 
and workplace milieu affect employee performance at the Sargodha University, Pakistan. 
They selected 150 respondents from the academic and administrative staff of the University 
for the Study by use of a survey questionnaire. Sample was collected by convenience and 
selective methods. After analyzing and interpreting the research data they concluded that 
14 
 
office facilities do not have a significant impact on employee performance. The research 
however showed that incentives at the workplace do have a positive impact on employee 
performance at the University of Sargodha. According to research methodology.net, the use 
of convenience sampling bases collection of data from a population of those who are 
conveniently available to answer the questions.  It has been proven to have a high level of 
sampling error and studies that use convenience sampling have little credibility. 
 
(Nyameino, Manyasi & Musiega (2014) conducted a research to establish the human 
resource factors that influence productivity in public universities in Kenya with an emphasis 
on Masinde Muliro University of Science and Technology (MMUST). It was a descriptive 
survey with a randomly selected study population derived from only the administrative staff 
of the university. The gap is that they left out the academic staff who also are part of the 
university population. The study may therefore be said to be biased. In their findings they stated 
that; a large number of the participants felt that the wok environment and the organization 
culture contributed for their lack of motivation.. 
  
Ajala (2012) investigated the influence of work place environment on workers‟ performance 
in Ondo State. Three parastatals, an Electricity Board, a Waste Disposal Board and a state 
management Board, were randomly selected and 120 respondents randomly selected from 
each establishment giving a total of 360 respondents. The study looked at factors such as 
closed office floor plan, technological development, noise, lighting, well decorated offices, 
ventilation and effective workplace communication.   The study conclusion was that a work 
environment that was not safe or conducive could lead to huge losses while conducive 
workplace environment aids the performance of work thus automatically improving 
productivity. A factor such as noise is one that would not necessarily be considered as a 
work environment problem in a learning institution due to movement by students. This 
study sought to find out whether the respondents felt that work environment would 
generally contribute to one‟s performance. Secondly, in expost facto design participants are 
not randomly assigned. 
 
Chowdhury, Alam & Ahmed (2014) carried out a research to try and understand what 
motivates academic staff in a public university in Bangladesh. For data collection 
questionnaire from participants who were randomly selected, they used a survey. In its 
findings the research indicated that good working conditions and a good work policy leads 
to better employee performance. This study identified a gap in the study in that it did not use 
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both the teaching and non-teaching staff that comprises the working population in any 
university. 
 
Chebet (2015) conducted a research on determinants of employee performance of Bungoma 
county government. The researcher used stratified sampling for selection of samples. The 
respondents were Bungoma County employees grouped into three strata based on three 
broad employee categories; top management, middle management and low management. 
The findings of the study on the effect of the working environment on employee 
performance were that favourable environment boost performance. The gap in the study is 
that all the respondents are at management level while in this study the respondents were 
selected from top management, middle level and subordinate staff. 
 
2.2.3 Leadership and Employee Performance 
 
Tumuhimbise (2017) carried out a study on leadership effect on performance in public 
universities in Uganda. They chose Kyambogo University for their case study. The 
researcher found that leadership styles can improve employee performance and that it was 
the responsibility of each organization to know exactly which leadership style they need to 
apply. Varied methods were used for collection of data. For some respondents he used 
questionnaires and others were interviewed either one on one or through discussion in focus 
groups. Information gathered from the interviews was recorded by data clerks. This method 
of data collection method was based on verbal questions unlike this study which only used 
stratified random sampling which is less time consuming and cheaper. Use of interviews is 
time consuming and can interfere with a respondents work schedule. 
 
 Akinfolarin & Ehinola (2010) conducted a study on effective performance and motivation 
of academic staff in higher education, a case of Adekunle Ajasin University, Nigeria. The 
research concluded that good leadership and adequate chances for professional growth and 
research advancement were evident in Adekunle Ajasin University. The gap in the study is 
the use of one cadre of university employees, academic staff, this study sought to deal with 
this gap by using respondents from both the administrative and academic staff of Murang‟a 
University of Technology. 
 
Datche (2015) conducted a study to investigate how leadership influences organizational 
performance in state corporations in Kenya. The stratified random sampling technique was 
used to draw the sample elements. The state corporations were stratified into 8 categories 
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based on their functional areas in 123 organizations. A further stratification was based on 
respondents‟ position such as managers and non-managerial staff where each category of the 
respondent was to report on the next level management‟s leadership engagement and 
organizational performance. The findings suggest that employees in state corporations in 
Kenya attested to the fact that their supervisors‟ displayed good leadership. The gap is that 
the employees reporting on different levels of management while this study sought to 
establish the overall MUT leadership. 
 
Kamel & Noermijati (2012) conducted a study on the influences of transformational 
leaderships on employees‟ performance in the University of Muhammadiyah, Malang 
Indonesia. The researchers concluded that leaders should have significant positive impact on 
employee performance thus leaders are able to make a positive impact hence the conclusion 
that transformational leadership significantly affects employee motivation and improves 
performance. Methodology used was both questionnaires and interviewing. Interviews as a 
method for data collection for university employees may be time consuming and 
respondents may want to rush through the interview in order to dismiss the interviewer thus 
not getting adequate information. 
 
Jadish & Ricafort (2013) in their research investigating leadership on organizational 
performance, a case study of lecturers in a private university in Thailand concluded that 
there is significant positive relationship between transformational leadership behavior and 
organizational performance of lecturers. University employees are in two categories, the 
lecturers often referred to a teaching staff and the non-teaching staff.  Unlike this study, the 
study under review did not take into consideration the non-teaching staff of the university 
which can be considered as a gap.  
 
Ojokuku, Odetayo and Sajuyigbe (2012) conducted a study on how leadership styles in 
Nigerian Banks impact performance. Twenty (20) banks in Oyo state were randomly 
selected for this study. For data collection; the researchers preferred to use structured 
questionnaires. From the study it was evident that eadership dimensions can have both 
positive and negative influence on performance in an organization. Leadership styles that 
stood out as having positive influence are  transformational, autocratic democratic while  
transactional and bureaucratic styles had more negative than positive influence on 
performance. The gap in this study is that the respondents are members of management and 
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are therefore leaders themselves and may not be able to know how their leadership styles 
impact the performance of their subordinates. Gathering information face to face could be 
seen as intrusive, time consuming and the respondents may hurriedly fill in the 
questionnaire in order to quickly get over the exercise. 
 
Obiwuru, Okwu, Akpa & Nwankwere (2011) in their research on leadership effects on 
performance on three (3) selected small scale enterprises in Ikosi-Ketu, Lagos, drew the 
conclusion that transactional leadership style is more appropriate in inducing performance in 
small scale enterprises than transformational leadership style. The study had a total of 
fifteen respondents. The  study recommendations were that small scale enterprises adopt a 
leadership style that will appear to nurture their employees so that they can grow and 
perform better such as the transactional leadership. This study was carried out on a small 
population and it is evident from the conclusions that larger institutions like MUT cannot 
benefit from this study, hence the need for further studies to establish the effects of 
employee motivation and organizational performance at MUT in order to deal with this 
research gap. 
 
Lumbasi (2016) conducted a study on the effect of leadership performance. The study 
employed census design where the entire population is included in the study. A census 
sampling method is convenient when the total population is less than 100 which would not 
be convenient for this study and the stratified random sampling was the appropriate one 
considering that the study population was 262. 
 
2.2.4 Training and Development and Employee Performance 
 
Odinga (2010) conducted a research on whether staff development programs have effects on 
the job performance of lecturers at Moi University in which she concluded that staff 
development has positive effect on job performance. Provision of training opportunities 
tended to improve the job performance of lecturers of Moi University. The researcher used 
interviews schedules stating that the choice of interview schedules for the collection of data 
was justified by the fact that an interview helped in securing clear and detailed information 
that could have easily been left out in the questionnaires. Compared to the stratified random 
sampling used in this study, interviews can be susceptible to bias may be intrusive and may 
lead to missing out on some vital information because of limit of time. Moreover if there has 
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been proper pilot study carried out, the need to secure clear and detailed information that 
could easily have been left out in the questionnaires should not arise. This is a research gap. 
 
Kuchava & Buchashvili (2016) conducted a study on staff motivation in private and public 
higher education institutions in Sokhumi State University, Akaki Tsereteli state university 
and International Black Sea University. Participants who were randomly selected were 
required to fill in survey questionnaires to collect data. Data was collected through use of an 
internet questionnaire (Google Form). This method of data collection may not work 
effectively in our local setting where we do not have free internet accessibility. Respondents 
may therefore be reluctant to answer the questionnaires. This study also had respondents 
who are not computer literate such as cleaners in the university where this study was carried 
out. Random selection of participants may not necessarily give respondents from every 
stratum in an institution and this was handled through stratified random sampling used in 
this study. 
 
Mohammad & Al-Momany (2011), carried out a research on the impact of training on the 
performance of Jordanian Universities employees, a case study of Yarmouk University. 
Two questionnaires were used for the study; one of the questionnaires was to capture 
attitudes towards the components of the training programs while the second questionnaire 
was concerned with the relationship between training and performance of employees. The 
aim of the study was to investigate administrative leaders‟ attitudes with regard to training 
programs for employees and their impact on performance at Yarmouk University. The 
findings of the study showed that training had positive impact on the performance of 
employees at the university. The researchers used two questionnaires while they would have 
merged the two questionnaires into one questionnaire with sections as was the case in this 
study where one questionnaire was used as is the case in most studies. There is a possibility 
of a respondent feeling that filling in two questionnaires for one research is too demanding. 
   
Mwanza (2012) in a research on the determinants of employee performance in public 
universities, a case of University of Nairobi academic division at main campus, had one of 
the objectives as to establish how training and development of employees in the academic 
division of University of Nairobi determine their performance. The study used census 
method to get sample. This means that the study used the entire academic division 
population as respondents. The study findings indicate that the highest percentage which 
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was 48.5% accepted that they obtained skills through training. The use of census method for 
sampling would have been expensive in terms of printing questionnaires and follow-up time 
for this study. The stratified random sampling was the most convenient method. This study 
also sought to bridge the gap of using only one cadre of university employees as is the case 
in this research under review.  
 
Amadi (2014) carried out a study on the effect of training and development on employee 
performance at Safaricom Call Centre. Stratified proportionate sampling technique was used 
with strata being the different grades of employees. It administered closed ended 
questionnaires. The findings of the study indicated that Safaricom‟s nature of work depends 
mainly on market and customer dynamics and modern technology to provide varied 
products and services. This makes continuous training and development of its human 
resource crucial and vital and Safaricom has a well-established policy to invest in training 
and development. However, the processes involved in this policy are not being duly 
followed such that employees opt to sponsor themselves to upgrade their skills. The closed-
ended questions are limiting that is why this study used both closed-ended and open-ended 
questions so that it could get more information from the respondents in their own words. 
 
Nassazi (2013) sought to establish the effects of training and development in employee 
performance. The study was carried out on companies that provide telecommunication 
services in Uganda. Simple random sampling was used when selecting respondents from 
three telecommunication companies. The researcher indicated that majority of the 
respondents could not answer the questionnaire themselves; out of 120 respondents only 10 
respondents filled the questionnaire themselves and were not willing to give responses to 
some questions. Two research assistants were used to help with filling the questionnaires of 
a research whose conclusion was; Training and Development have an impact on 
performance of employees. There would be need to find out why 110 respondents could not 
answer the questionnaires themselves. This is a research gap, either the questions were 
framed in way that was not easy to understand or there was a language barrier and if this is 
the case, it should have been revealed during the pilot study. 
 
Tanveer (2015) investigated the impact of training and development on employee 
performance in banks in Pakistan. The study used survey sampling to collect the relevant 
data and responses. A sample size of 150 was decided on the basis on intuition and gut 
feelings. The study concluded that training and development had positive impact on 
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employee performance in the banks of Pakistan. According to Research Methodology.net, 
convenience sampling has the following limitations; a) it is prone to bias in selection with 
limitations to the researcher; b) it has high level of sampling error and c) convenience 
sampling may raise credibility issues based on the reasons given in a and b. use of stratified 
random sampling on the other hand, minimizes sample selection bias. 
 
Habib, Khan & Shahzad (2016) conducted a research on the impact of training and 
development on employee‟s performance on private local schools in Nowshehra District, 
Islamabad. The study concluded from the analysis of this research that; training and 
development had significant impact on employee performance as long as trainings are 
arranges for staff on frequent basis. The study sampled all the 250 employees unlike this 
study which did not use the entire study population in its study but randomly selected 
respondents from each stratum due to the size of the study population. Using an entire 
population for a study can only be convenient for small populations, it can also be time 
consuming in terms of data collection and analysis and also expensive. This study therefore 
chose to use 50 employees from a population of 262. 
 
Elnaga & Imran (2013) investigated the effect of training on employee performance. The 
study was solely to explore the perceptions arrived at from analysis of other studies related 
to the effect of training on employee performance. Based on the information gathered from 
different previous studies; Elnaga and Imran drew the conclusion that those in positions of 
organizational  leadership  do not appreciate the importance or significance of the 
contribution of employees towards the organization‟s proceeds or enhanced employee 
performance. They reached a conclusion that training is very vital in enhancement of 
employee performance. The gap in this research is that they did not get first-hand 
information but relied on studies by other researchers. 
 
 
2.3 Summary and Research gaps 
 
Literature of studies of institutions of learning as well as that of non-educational 
organizations was reviewed to establish whether motivation and employee performance in 
learning institutions is different from other organizations. From the literature review there 
appears to be a common trend between these previous researches that agrees that there are 
indeed factors which, when applied, may significantly motivate employees for instance, 
rewards especially in terms of appreciation or recognition. There are however other factors 
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whose effect will vary from one person to another. The available literature on this subject 
indicate that data was collected by use of different methods such as questionnaires and face-
to-face interviews, but their outcomes have not differed significantly. However, there were 
various gaps noted in some of the previous studies.  
 
Karanja (2012) in a research on the Effects of Reward System on Employee‟s Performance 
in Cooperative bank headquarter in Nairobi, Kenya used questionnaires and face to face 
interviews in collecting data. The use of interviews in data collection is not only time 
consuming but may appear intrusive to the respondent. this study used only questionnaires 
to avoid too much time consumption used in case of interviews and also to avoid getting 
into lengthy discussions with the respondents.  
 
Rasowo (2011) in the study; Effects of Reward Systems on Employee Performance 
conducted at Kenya Pipeline company, Kisumu, waited while the respondents filled in the 
questionnaires as opposed to this study which let the questionnaires with the respondents 
then collected them after three weeks thus giving the respondents ample time to fill in the 
data collection tool without giving them a sense of urgency.  
 
In her study titled “The Role of Motivation on Employees‟ Work Performance in Public 
Organizations in National Development Corporation Faraji (2013) used focus group discussion 
among the various methods of data collection. This study did not use focus group discussion 
because the use of focus groups has not only proved to provide invalid information but in many 
instances has led to some members of the group dominating or sidetracking the group which 
may lead to disillusionment and fail to achieve its objective effectively.  
 
Sajuyigb, Olaoye & Adeyem (2013) in a study on Impact of Reward on Employee 
Performance in selected manufacturing companies in Ibadan, Oyo State Nigeria used 
closed-ended questions which though easy and quick to answer and analyze; may not have 
the exact answer the respondent wants to give. This study used both closed and open ended 
questions. 
 
Njanja, Maina, Kibet & Kageni (2013) in a study titled; Effects of Rewards on Employee 
Performance conducted on Kenya Power and Lighting Company (KPLC), Nakuru used 
different questionnaires for management staff and for non-management staff, however in 
their findings they did not give separate findings for the two cadres of staff making it 
difficult to establish the views of each group unlike this study which used the same 
questionnaire for all the respondents in order to get a general overview from the sample.  
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Parveen, Sohail, Naeem, Azhar and Khan (2012) carried out an investigation on “The 
Impact of Office Facilities and Workplace Milieu on Employees‟ Performance at the 
Sargodha University, Pakistan in which the sample was collected by convenience sampling 
method which is known to have a high level of sampling error and studies that use 
convenience sampling have little credibility. This study used stratified random sampling; a 
method that has high credibility according to researchmethodology.net. 
 
Nyameino, Manyasi & Musiega (2014) , who sought to establish HR factors that influence 
productivity in public Universities a case study of non-academic staff in Masinde Muliro 
University of Science at Technology carried out their study on only one cadre of university 
staff; non-teaching cadre unlike this study which carried out its study included the teaching 
staff who also are part of the university population in order to get the overall picture of 
university employees. 
 
Ajala (2012) investigated The Influence of Work Place Environment on Workers‟ Welfare, 
Performance and Productivity. This study used an expost facto design whereby participants 
are not randomly assigned while in the Stratified Random Sampling participants are 
randomly assigned thus giving every participant an equal chance of being selected. This is 
unbiased in its findings. 
 
Tumuhimbise (2017) carried out a study on leadership and performance of public 
universities in Uganda, a case of Kyambogo University in which the researcher his method 
of collecting data involved presentation or oral-verbal stimuli and reply in terms of oral-
verbal responses unlike this study which only used stratified random sampling which is less 
time consuming and cheaper. Use of interviews is time consuming and can interfere with a 
respondents work schedule. 
 
 Akinfolarin & Ehinola (2010) in their study on Motivation and Effective Performance of 
Academic Staff in Higher Education; a case of Adekunle Ajasin University, Nigeria only 
used one cadre of university employees, academic staff, while this study sought to deal with 
this gap by using respondents from both the administrative and academic staff of Murang‟a 
University of Technology. 
 
Datche (2015) conducted a study to investigate the Influence of Leadership on 
Organizational Performance of State Corporations in Kenya in which each respondent was 
23 
 
to report on the next level management‟s leadership engagement and organizational 
performance. To bridge this gap, this study sought to establish the overall influence of the 
Murang‟a University of Technology leadership. 
 
Ojokuku, Odetayo and Sajuyigbe (2012) conducted a study titled Impact of Leadership 
Style on Organizational Performance: A Case Study of Nigerian Banks in which a 
questionnaire was used in gathering relevant data from the branch managers, heads of 
operations and accountants. The respondents in their study were members of management, 
they may not realize that leadership styles affect performance of employees; whereas in this 
study the respondents included both members of management and subordinates thus giving 
findings which are not inclined to only those in leadership but also gives the views of those 
being supervised at the lowest level in the institution. 
 
Obiwuru, Okwu, Akpa & Nwankwere (2011) carried out a study on the Effects of leadership style 
on organizational performance in three small scale enterprises in Ikosi-Ketu council 
development area of Lagos state, Nigeria. Their study was carried out on a small population 
whose leadership challenges may not be similar to the challenges of leaders in larger 
institutions like MUT, hence the need to carry out a study to establish the effects of 
employee motivation and organizational performance at MUT for purposes of comparison 
with small scale enterprises. 
 
A study on the effect of leadership on employee performance by Lumbasi (2016) employed 
census design where the entire population is included in the study. A census sampling 
method is convenient when the total population is less than 100 which would not be 
convenient for this study and the stratified random sampling was the appropriate one 
considering that the study population was 262. 
 
Kuchava & Buchashvili (2016) conducted a study on staff motivation in private and public 
higher education institutions in Sokhumi State University, Akaki Tsereteli state university 
and International Black Sea University using an internet questionnaire (Google Form). This 
method of data collection may not work effectively in our local setting where we do not 
have free internet accessibility hence the need to carry out a study in the Kenyan setting 
using a tool that is easily accessible. Random selection of participants used by Kuchava & 
Buchashvili in their study may not have given respondents from every stratum in the 
institution a equal chance to participate in the study this made it necessary to handle this gap 
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by use of stratified random sampling in this study so that every stratum of the institution is 
given an equal chance to participate in the study. 
 
Mohammad & Al-Momany (2011), used two questionnaires in their study on Training and 
its Impact on the Performance of Employees at Jordanian Universities. the first 
questionnaire which had 13 items was related to the attitudes towards the components of the 
training programs, while the second questionnaire was concerned with the relationship 
between training and performance of employees and consisted of 15 items. This study 
sought the same information from the respondents but used one questionnaire to avoid the 
possibility of respondents feeling that filling in two questionnaires for one research is too 
demanding. 
   
Nassazi (2013) while seeking to establish the effects of training and development in 
employee performance in and organization in Uganda used simple random sampling to 
select respondents from three telecommunication companies. The researcher however 
indicates that majority of the respondents could not answer the questionnaire themselves; 
out of 120 respondents only 10 respondents filled the questionnaire themselves and were not 
willing to give responses to some questions. This could have been caused by either the 
questions were framed in way that was not easy to understand or there was a language 
barrier and if this is the case, it should have been revealed during the pilot study. To ensure 
that this did not occur and to deal with this research gap; a pilot study was carried before the 
main study with the intention of establishing validity of data collection instruments  
 
Elnaga & Imran (2013) investigated the effect of training on employee performance which 
was based solely on insights drawn from the analysis of the existing literature of different 
studies, reports, periodicals and books related to the topic of study in order to investigate the 
relationships between training and employee performance which was not the case in this 
study. Literature of previous studies was reviewed and data was also collected in order to 
get first-hand information which can add to the existing body of research in the study under 
review. 
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2.4 Conceptual Framework 
 
         Independent Variables    Dependent Variable 
 
 
 
 
 
 
 
 
 
 
Figure 2.1: Conceptual Framework by Author 2016 
 
 
2.5  Operationalization of Variables 
         Theories                                    Independent Variables                      Dependent Variable 
 
 
 
 
 
 
 
 
 
 
Every stage of Maslow‟s hierarchy of needs as follows; Physiological needs – this includes 
the need to eat, drink, work, sleep, reproduce, need for shelter and feeling secure. In this 
study the reward variable is applicable here. When a person gets employment and is in turn 
paid a salary for the work done, this need is met. The salary enables him cater for his basic 
needs. Safety needs can be achieved through factors such as medical care and job security. 
Belonging needs can be linked to the work environment, leadership and the training and 
development variables. Being part of a group and the need for acceptance translates to 
teamwork. The esteem and self-actualization operationalize in rewards, work environment, 
leadership and training and development variables. While the Vroom‟s expectancy is 
classified as a process theory of management that lays emphasis on personal understanding 
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on the work environment followed by resultant interactions that may arise from individual 
expectations. According to the theory, individual goal setting is based on certain motivating 
factors which the person believes to have a positive outcome after a specific effort or 
performance. 
 
2.6  Chapter Summary 
 
This chapter focused on reviewing literature from previous studies on motivation and 
employee performance while basing it on the significant relationship between the 
independent variables; rewards, work environment, organizational leadership training and 
development and the dependent variable; employee performance. 
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CHAPTER THREE 
METHODOLOGY 
3.0 Introduction 
 
This chapter highlights the phases and stages that were used to in this study. The chapter 
addresses the following: the research design, area of study, the population, size of the 
sample, sampling, reliability and validity of instruments, data analysis and presentation 
techniques.  
 
3.1  Research Design 
 
For data collection, this study  used the descriptive research design. Descriptive research 
involves gathering data, describes phenomenon and then organizes tabulates, depicts and 
describes data collection in the form of graphs and charts in order to help the reader 
understand the distribution of data Cooper & Schindler (2011). This study describes the 
variable associated with the problem. It sought to investigate how employee performance 
can be improved in Murang‟a University of Technology. 
 
3.2    Target Population 
 
Employees of Murang‟a University of Technology were the target population for this study. 
The study focused on both the academic and administrative staff in the various departments 
of Murang‟a University of Technology. The population characteristics are summarized in 
Table 3.1. Where population within each stratum is known, a sample of 10-30% is adequate 
representation for data collection and for statistical reporting Mugenda & Mugenda, (2003). 
The study worked with a simple random sample from each stratum i.e. 25% from the 
Academic staff cadre and 16% from the Administrative staff cadre. The sample size for the 
administrative staff was 27.84. The study randomly selected twenty eight (28) people from 
this stratum and twenty two (22) people from the academic stratum for the study; totaling to 
fifty (50) people. 
 
 
 
 
 
 
 
 
 
 
28 
 
Table 3.1 - The target population 
  
CADRE POPULATION 
Academic Staff 88 
Administrative Staff 174 
TOTAL 262 
 
Note: Adapted from Murang‟a University of Technology, Recruitment, Training & 
Development, Department - RTD Staff List for SCAC 2016, p.3. Reprinted with permission 
3.3  Sample and Sampling Technique 
 
This study adopted stratified simple random sampling technique. Stratified sampling is 
defined as a sampling technique where study population is placed in various groups based 
on similar characteristics of the members of the group. The groups are referred to as „strata‟ 
Denscombe (2007). Simple random sampling on the other hand is defined as a sampling 
technique that is done randomly within a study population so as to give every member equal 
opportunity of being sampled Saunders et al (2012). The population for this study was not 
homogenous. Academic staff and administrative staff of Murang‟a University of 
Technology were placed in differed strata and simple random sampling was subjected on 
each stratum to ensure that each member within the strata had an equal chance of being 
sampled. It was found to be the most appropriate in this case because this technique 
produces estimates of overall population parameters with great precision Shuttleworth 
(2009).   
 
 Table 3.2 - Sample Size 
CADRE POPULATION SAMPLE SIZE 
Academic Staff 88 88*25% = 22 
Administrative Staff 174 174*16% =  27.84  
TOTAL 262 50 
     Note: Calculations by the author 
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3.4  Instruments 
 
The instrument used to collect data was a semi-structured questionnaire which was divided 
into five sections. The first section comprised of demographic information while the other four 
sections had questions based on the study objectives. 
 
3.5    Pilot Study 
The main research was carried out after a pre-test of the research instrument so as to 
establish its validity and reliability. The pre-test comprised of eleven employees; six from 
the administrative cadre and five from the academic staff cadre. Those employees used in 
the pre-test study for validity and reliability did not participate in the main study. The 
importance of the pilot study lies in improving the effectiveness and efficiency of research. Pilot 
study results can inform on feasibility and identify modifications needed in the main study. A 
pilot study helps a researcher identify areas for improvement especially in the research 
instrument before embarking the main study Hazzi & Maldaon (2015).  A pilot study also helps 
one improve on the questionnaire by eliminating questions that are not clear or information that 
participants consider being somewhat embarrassing or causing discomfort. 
 
3.5.1 Validity 
In this study the validity was established by ensuring that the test items had adequate 
content for measurement. The plot study that was carried out enabled the researcher draw a 
questionnaire with clear suitable questions. Questions that were not relevant for the study 
were removed and those that were ambiguous were restructured so that their meaning came 
out clearly to avoid misunderstanding by participants. Gall et al (1996) points out that 
content experts help determine content validity. The supervisor examined the instrument 
used for the study in order to ensure its validity. 
 
3.5.2 Reliability 
Reliability is used to establish whether the research instrument can stand the test of time. It 
is about confirming how reliable the researcher data is. This would be possible only if there 
are no changes in the quality or construct being measured. The instrument used in this 
research will yield similar results over a period of time. 
 
3.6 Data Collection Procedure 
 
Data was collected using a self-administered questionnaire which was randomly given to 
fifty employees of Murang‟a University of Technology. The Primary data collected through 
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using questionnaires and secondary data also collected through review journals and previous 
relevant studies. Researchers tend to use questionnaires to collect data. It is assumed that they 
are less time- consuming compared to interviews and they are also cheap to produce Collis and 
Hussey (2003). The respondents were given three weeks to fill in the questionnaires. In order to 
keep track of the returned questionnaires, the researcher gave a secret code to each 
questionnaire. The coding was only done for purposes of knowing how many questionnaires 
had been returned from each of the two cadres. Only the researcher knew the codes and 
which person had or had not responded. The study also interviewed some of the respondents 
to further understand their views in regard to motivation at the university.   
 
3.7 Data Analysis and Presentation 
 
The duly filled questionnaires were edited to ensure that they were not only complete but 
also for consistency. The data was analyzed using descriptive statistics to establish the 
percentages for each of the factors raised in the research questions. The findings were 
presented in the form of tables, graphs and pie charts.  
 
3.8 Ethical Considerations 
The questionnaires did not make provision for names or identification of the respondents. All 
the respondents were willing to participate in the study after assurance of confidentiality. The 
participants were assured of total confidentiality and that the data obtained would be used for 
research purposes only. The study did not create any form of risk or anxiety to the participants. 
The findings of the study were expected to be of value to the organization.  The results from the 
respondents were handled with utmost confidentiality. The questionnaires were collected from 
the participants by the researcher and safely stored and were only retrieved by the researcher for 
purposes of analysis. Authority to carry out the study at Murang‟a University of Technology 
was granted by the Deputy Principal in charge of Administration. 
 
3.9 Chapter Summary 
This chapter provided a description of the methodology and procedures followed in 
conducting the study on employee performance and organizational performance at 
Murang‟a University of Technology. It also covered the design and the instruments that 
were used to obtain the required information in order to make the conclusions. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSION 
 
4.0  Introduction 
 
This study chapter highlights the results of the findings after data analysis. It presents the 
demographic characteristics which were in section one of the questionnaire, followed by 
interpretation of the other four sections of the questionnaire which comprise of the 
objectives of the study.  
 
4.1 Presentation of Research Findings 
 
The study required from the respondents information such as their age and their level in 
terms of education, length of service and basic salary. The information would assist the 
researcher establish whether or not the respondents would be capable of answering the 
questions for the study.  
 
4.1.1 Length of Service in the institution of the respondents 
 
The study required the respondents to state how long they had worked in the institution. 
This would lend credence to their responses.   The results are detailed in the Figure 4.1 
 
 Figure 4.1: Length of Service of the respondents 
 
 
The results of the number of years worked were that, majority of the respondents; fifty 
seven (57%) had worked in the institution for more than 24 months and were therefore in a 
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position to assess and give a picture of the effects of motivation on employee performance 
at Murang‟a University of Technology. Other respondents had worked in the institution for 
19-24 months nineteen (19%); 13-18 months eight (8%); 7-12 months thirteen (13%) and 0-
6 months three (3%). 
 
4.1.2 Highest level of education of the respondents 
 
The study required to know the level of education of the respondents. The results are as 
shown in the Figure 4.2 
 
 Figure 4.2: Highest level of education of the respondents 
 
 
 
The respondents who had attained a College education were the majority ranking at forty 
five (45%), followed by other levels of highest education as follows; University Degree 
twenty two (22%), Master‟s Degree seventeen (17%), PhD eight (8%) Secondary education 
five (5%) and primary education was three (3%). It is evident that ninety two (92%) of the 
employees at Murang‟a University of Technology have attained college and university 
education. 
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4.1.3 Distribution of the respondents by age bracket 
 
The findings of the respondents‟ age bracket is detailed in Figure 4.3 
 
Figure 4.3: Distribution of the respondents by age bracket 
 
 
From the findings, 46% of the respondents were in the 40 – 50 years age bracket,  the 30 – 
39 and 51 – 60 years age brackets each had 25% of the respondents and 2% were below 30 
years, 2% of the respondents left the area requiring their age blank. 
 
This shows that majority of employees at Murang‟a University of Technology are aged 40 – 
50 years. This majority comprises of middle aged employees who have several years of 
working experience in other organizations and may prefer not to keep changing jobs due to 
lack of motivation. Between the ages of 40 – 50 most people have families and have settled 
down therefore moving from one employer to another or from one town to another may not 
be pleasing to them. With proper motivation such employees would prefer to stick to one 
job until retirement. 
 
4.1.4  Influence of rewards on employee performance  
 
One of the objectives of the study was to find out whether rewards have an impact on  
employee performance. The findings are shown in figure 4.4 below: 
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Figure 4.4: Influence of rewards on employee performance  
 
 
From the study findings 48% of the respondents disagreed that the salary level would 
prevent them from resigning from the institution, 77% agreed that salary and benefits 
directly affect work performance, 46% agreed that recognition by writing enhances work 
performance and 38% disagreed that the institution provides promotions to high performers. 
 
This depicts that employee performance is not only based on the salary but there are other 
factors such as written recognition and promotions for high performers that may influence 
their performance. 
 
4.1.5 Effects of work environment on employee performance  
 
The work environment is a major contributor to work performance. 56.7% of the 
respondents agreed that the work environment is a major contributor to work performance, 
62.16% agreed that institution has a conducive work environment. 
 
This depicts that Murang‟a University of Technology recognizes the importance of the work 
environment in employee performance and provides the same for its employees. 
 
 
 
 
 
 
 
 
 
35 
 
Figure 4.5: Effects of the Work Environment on employee performance 
 
 
 
4.1.6 Influence of Leadership on employee performance  
 
To establish how leadership affects employee performance was an objective of this study. 
Table 4.1: Influence of Leadership on employee performance  
 
 
Strongly 
Disagree 
Disagree Uncertain Agree 
Strongly 
Agree 
 
C
o
u
n
t 
% 
C
o
u
n
t 
% 
C
o
u
n
t 
% 
C
o
u
n
t 
% 
C
o
u
n
t 
% 
Institution‟s leadership 
influences work 
performance 
1 2.70 2 5.40 2 5.40 26 70.28 6 16.22 
Role clarity is important for 
work performance 
3 8.33 5 13.89 0 0 23 61.11 6 16.22 
Do you participate in the 
institution‟s decision making 
10 27.02 14 37.84 4 10.81 8 21.62 1 2.70 
 
On the influence of the institution‟s leadership on employe performance, 70.27% agreed that 
the structure is important in work performance, 61.11% agreed that role clarity is important 
for work performance and 21.62% agreed that they participate in the institution‟s decision 
making process. 
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4.1.7 Effect of Training and Development on employee performance 
 
Objective number four for this study was determination of how training and development 
contribute to employee performance. 
 
Table 4.2: Effects of Training and Development on employee performance 
 
 
No Yes 
Employee has participated in 
employer sponsored training 
97.30% 2.70 % 
 
 
 Figure 4.6: Effects of the Training and Development on employee performance 
 
 
 
 
From the findings of the study, 97.30% indicated that they had not participated in 
employer sponsored training, 48.65% agreed that training can facilitate positive change in 
the institution and 45.95% strongly agreed that training enhances job satisfaction. 
 
Table 4.3: Other benefits that enhance employee performance 
 
 
What other benefits should the institution offer? 
 
 
Count % 
Fee waiver for employees and their dependents 
3 8.10% 
Study leave 3 8.10% 
Better medical scheme 2 5.40% 
Training and staff development 13 35.13% 
Research Funds 4 10.81% 
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Academic sponsorship 1 2.70% 
Promotion 5 13.51% 
 31 83.78% 
 
Of the 83.78% respondents to the question, what other benefits should the institution offer, 
35.13% indicated training and development as the other benefit that the institution should 
offer in order to enhance employee performance. This depicts that the respondents believe 
that training and development is a major factor in enhancing employee performance 
 
4.2  Limitation of the study 
 
Most academic staff only come to the university only when they have a class or a meeting 
this therefore made it difficult to collect the questionnaires. This was made worse by the 
Lecturers‟ strike which made it difficult to get all the questionnaires. The study only got 
back thirty seven questionnaires out of the fifty issued. Secondly, some employees were 
unwilling to participate in the study despite accepting to take the questionnaires.  
 
4.3  Chapter Summary 
 This chapter gave a breakdown of the data that was obtained for the study. The statistics 
obtained from the analysis was presented in pie charts, bar graphs and tables. This 
information will be used to give the conclusions and recommendations.  
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS  
 
5.0  Introduction 
 
This chapter gives a summary, conclusion and the recommendations of the study, Employee 
motivation and Organizational Performance, A case of Murang‟a University of Technology. 
The responses from the questionnaires formed the basis of the findings. 
 
5.1  Summary of Findings 
 
Factors that determine employee performance ought to be a matter of priority in 
organizations in order to enhance and sustain the performance of its employees. From this 
study the effects of the four variables on employee performance were ranked as follows: 
97.30% of the respondents had not benefited from employer sponsored training which are 
similar to the findings in the study by Amadi (2014) carried out at Safaricom Call Centre 
which indicates that that employees sponsor themselves to upgrade their skills in order to 
improve their performance but differs from the findings in a study by Mwanza (2012) on 
University of Nairobi academic division at main campus, which indicated that “the highest 
percentage of 48.5% had benefited from employer sponsored training”. Second in 
percentage score was the influence of rewards on employee performance which stood at 
77%, the study found that the salary and benefits that Murang‟a University of Technology 
offers directly affect work performance. These findings correlates with the findings of the 
study by Rasowo (2011) that the Kenya Pipeline Company employees in Kisumu exhibited 
low performance due to poor remuneration.  46% of the respondents agreeing that 
recognition by writing enhances work performance is consistent with the findings of Faraji 
(2013) who posits that there is a very strong positive relationship between rewards and 
employee productivity; depending on the tools of motivation used, for MUT 46% of the 
employees would be motivated with the tool of letters of appreciation. The salary scales for 
all public universities in Kenya are uniform; therefore the university management can only 
develop other strategies to boost employee motivation because they cannot decide to pay 
salaries that are beyond the parameters set by the Government through Inter-Public 
University Councils Consultative Forum and the Salaries and Remuneration Commission.  
Motivation should therefore come from other factors such as recognition and reward, work 
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environment, training and development and other incentives. 70.27% of the respondents 
indicated that good institutional leadership is a determinant of employee performance 
however Kamel & Noermijati (2012) and Jadish & Ricafort (2013) seem to indicate that 
only transformational leadership significantly improves performance, while Obiwuru, 
Okwu, Akpa & Nwankwere (2011) posit that it is transactional leadership style is more 
appropriate in inducing performance while this study concluded that a leadership style that 
encourages employee performance such as participative leadership, would improve that 
performance at Murang‟a University of Technology.  62.16% agreed that Murang‟a 
University of Technology has a conducive work environment which is necessary for good 
performance unlike the findings in the study by Nyameino, Manyasi & Musiega (2014) 
indicate that a large number of respondents were of the opinion that the culture and working 
environment at Masinde Muliro University of Science and Technology was not positive and 
supportive. 
  
5.2  Conclusion 
 
The study concluded that salary alone was not a motivator for employees because 56% of 
the respondents agreed that the salary level paid by Murang‟a University of Technology was 
good while 77% agreed that it is salary with benefits that affects their work performance. 
This indicates that when benefits are added to the salary then employee performance will be 
enhanced. Benefits could include medical scheme, training and development, housing 
allowance, car allowance among others. With additional benefits that the university offers to 
its employees could enhance performance in the institution. Recognition stood out as a 
motivational strategy the university could use to enhance performance. 
 
The study also concluded that the work environment at Murang‟a University of Technology 
was satisfactory to majority of the employees with 62.16% agreeing that institution has a 
conducive work environment. This may mean that the university management was 
concerned about the work environment and that it is a strategy that the university had 
adopted to improve employee performance. 
 
The study further concluded that the leadership of the institution affected performance. 
Good leadership practices by the university management would improve employee 
performance especially the involvement of staff in decision making. When employees are 
asked for their contribution in certain matters concerning work or their welfare, they tend to 
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feel appreciated and recognized and this will in turn enhance performance. Participatory 
management will usually enhance performance. 
 
The study also concluded that the employees of Murang‟a University consider training and 
development as an important factor in relation to employee performance. Training and 
development can therefore be said to be a significant motivator to enhancement of employee 
performance with the highest percentage in the study of 97.30%. This indicates that 
employees of Murang‟a University have the desire to better their performance and enhance 
their skills through training and development. It can therefore be assumed that the employee 
performance is likely to improve if the employees are offered training in their related fields.  
 
5.3  Recommendations 
 
The study recommends that the management of Murang‟a University of Technology 
establish recognition and reward strategies in order to enhance employee performance. The 
university may give letters of appreciation to high performing employees or teams. They can 
even have an “Employee of the month” award where the employee is given a certificate and 
a monetary token this award can then culminate at the end of the year with the “Employee of 
the year” award.  
 
The study recommends that the university should continually improve on the work 
environment to ensure that it is in line with the modern work conditions in the same 
industry. This can be done by ensuring that technology is updated, purchasing of latest 
computer software necessary for better output. They can also upgrade their equipment and 
get rid of the outdated machines or equipment through a disposal committee. 
 
The study recommends that the university leadership should adopt the participative 
leadership style of leadership whereby employees are allowed to participate in the 
institution‟s decision making process. Participative leadership gives employees a sense of 
belonging. 
 
The study recommends that the university should identify the training needs of its 
employees and then draw a training programme where employees are trained either by 
sponsoring for short courses in institutions like Kenya School of Government. The 
university may also waive a certain percentage of their employees‟ college and university 
fees. This will encourage more employees to undertake training programs.  
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APPENDIX I 
 
 
 
LETTER OF INTRODUCTION 
 
c/o MUT 
P. O. Box 75 – 10200 
Murang’a 
 
              18th March, 2016 
 
TO WHOM IT MAY CONCERN 
 
 
Dear Sir/Madam, 
 
RE: QUESTIONNAIRE 
 
I am a student at Management University of Africa undertaking a degree in Management and 
Leadership.  I am working on a research project as a partial fulfillment of the degree award.  My 
research proposal is entitled “Effects of motivation on employee performance”.  This letter is 
to therefore request you kindly to complete the attached questionnaire.  The information given 
will be handled with utmost confidentiality and no names of individuals will appear either on the 
questionnaires or the research findings. 
 
Thank you. 
 
Yours faithfully, 
 
 
Lynette J.A. Rajuai 
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APPENDIX II 
 
QUESTIONNAIRE 
 
This questionnaire has been designed to collect information on “Effects of motivation on 
employee performance” Please read the questions carefully and answer them as honestly as 
possible by ticking against choices provided, filling in the blank spaces and where applicable for 
„others‟, Please specify. All the information gathered will be treated with utmost confidence and 
used for academic purposes only. 
 
Section A: Personal Information 
1. How long have you worked with your current organization?  
0 – 6 months   [   ]  
7 – 12 months   [   ] 
13 – 18 months   [   ] 
19 – 24 months   [   ] 
Above 24 months  [   ] 
 
2. What is your highest level of education? 
 Primary    [   ]      
 Secondary   [   ] 
 College    [   ] 
 Degree (Under graduate)  [   ] 
 Masters Degree   [   ] 
 PhD    [   ] 
 
3. What is your age bracket? 
Below 30 years   [   ] 
30 - 39 years   [   ] 
40 - 50 years   [   ] 
51 - 60 years    [   ] 
 
4. In what cadre are you? 
Academic Staff   [   ] 
Administrative Staff  [   ] 
 
5. What is the range of your basic salary? 
Below 10,000   [   ] 
10,000 – 30,000   [   ] 
30,000 – 60,000   [   ] 
Above 60,000   [   ] 
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Section B: Reward and Recognition 
6. My salary motivates my work performance? 
Strongly disagree   [   ] 
Disagree    [   ] 
Uncertain    [   ] 
Agree    [   ] 
Strongly agree   [   ] 
 
7. I perceive my salary to be equitable with my colleagues on the same scale in my organization 
and those in different organization within the industry. 
 
Strongly disagree   [   ] 
Disagree    [   ] 
Uncertain    [   ] 
Agree    [   ] 
Strongly agree   [   ] 
 
8. My salary and other benefits directly affect my performance 
Strongly disagree   [   ] 
Disagree    [   ] 
Uncertain    [   ] 
Agree    [   ] 
Strongly agree   [   ] 
 
9. The institution provides opportunity for promotion/grade review for high performing 
employees 
 
Strongly disagree   [   ] 
Disagree    [   ] 
Uncertain    [   ] 
Agree    [   ] 
Strongly agree   [   ] 
 
10. Being commended by my supervisor for a good job done in writing will directly motivate me 
and enhance my performance 
Strongly disagree   [   ] 
Disagree    [   ] 
Uncertain    [   ] 
Agree    [   ] 
Strongly agree   [   ] 
 
11. Apart from the pay, are there any other benefits that you enjoy? (Please state them). 
 
…………………………………………………………………………………………… 
 
…………………………………………………………………………………………… 
…………………………………………………………………………………………… 
12. In your view, do the employees find these benefits adequate? 
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…………………………………………………………………………………………… 
 
…………………………………………………………………………………………… 
 
…………………………………………………………………………………………… 
 
13. What other benefits should the institution offer? 
 
…………………………………………………………………………………………… 
 
…………………………………………………………………………………………… 
 
…………………………………………………………………………………………… 
 
14. In comparison to other universities, how would you rate the Terms of Service used by your 
institution? 
Excellent  [   ] 
 Good  [   ] 
 Fair   [   ] 
 Poor   [   ] 
 
15. What improvements do you recommend should be made to enhance employee motivation?  
 
…………………………………………………………………………………………… 
 
…………………………………………………………………………………………… 
 
…………………………………………………………………………………………… 
 
Section C: Work Environment 
 
16. The work environment is a major contributor to my work performance 
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
 
17. The institution provides an appropriate work environment conducive for work performance 
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
 
Section D: Organization Structure and Leadership 
 
18. The institution‟s structure is important in my work performance 
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
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19. The institution‟s leadership supports social integration of employees.  
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
 
20. Role clarity specified in my job description is important for work performance. 
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
 
21. The institution‟s operating procedures guides my work performance. 
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
 
22. The performance appraisal system contributes to my work performance. 
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
 
23. The institution encourages employee participation in decision making. 
Strongly disagree   [   ] 
Disagree    [   ] 
Uncertain    [   ] 
Agree    [   ] 
Strongly agree   [   ] 
 
24. The management style has an influence in my work performance. 
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
 
25. The institution provides a flexible work schedule which enables me perform my tasks with 
minimum stress. 
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
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26. The institution encourages regular staff meetings to discuss policy issues with the objective 
of improving work performance 
Strongly disagree [   ] 
Disagree  [   ] 
Uncertain  [   ] 
Agree  [   ] 
Strongly agree [   ] 
 
Section E: Training and Development  
 
27. Does training and development improve employee performance? 
Yes    [   ] 
No  [   ] 
Not sure  [   ] 
 
28. Have you participated in any university sponsored training programme since employment? 
Yes    [   ]                                                             
No  [   ] 
 
29. If yes, was it relevant to your work? 
Yes    [   ]                                                             
No  [   ] 
 
 
30. Does the organization have a training department? 
Yes    [   ] 
No  [   ] 
Not sure  [   ] 
 
31. If yes, are you satisfied with the way that department handles employee training and 
development? 
 
Yes  [   ]  
No  [   ] 
 
32. What would like to see in terms of employee training? 
 
…………………………………………………………………………………………… 
 
…………………………………………………………………………………………… 
 
To what extent do you agree with the following as the roles of training in staff motivation? 
 
Use a scale of 1 – 5 where 1 is strongly agree, 2 is Agree, 3 is Neutral, 4 is Disagree and 5 is 
strongly disagree 
 
Statement        1 2 3 4 5 
Training can increase staff involvement in the organization       
Training will boost employee morale      
Training can facilitate positive change in the institution      
Training can determine the interests and needs of employees      
Training enhances job satisfaction      
 
